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ABSTRACT 



To determine whether achievement on selected 
stenographic and personality tests is a predictive measure of job 
success when th * employee is evaluated using the .Minnesota 
Sa tisf ac tori nes. Scales as a method of measuring job per f ormance, 
this study tested 300 stenographic and secretarial majors in Alabama 
State technical institutions and junior colleges, and 123 graduates 
employed as stenographers or secretaries. Using statistical analysis 
of the data, it was concluded that the- National Business Entrance 
Stenographic Test and four of the 16 personality traits as measured 
by the 16 P. F. Personality Test ar predictors of job success when 
using the Minnesota Satisfactoriness Scales. To analyse the data, 
researchers used correlation, analysis of variance, statistical "t' f , 
and chi square statistical analysis. (Author) 
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SUMMARY 



The primary purpose of this study was to determine if achievement 
on the National Business Entrance Stenographic Test, Form 20-56 and the 
Visual Speed and Accuracy Test, Form A, and certain personality traits 
as measured by the 16 P.F. Personality Test, Forms A and B, were pre- 
dictive measures of job success when the employee was evaluated by the 
employer using the. Minnesota Satisfactoriness Scales as a method of 
measuring job performance. 

Etelated purposes of the study were to determine if educa Hemal 
background and institutional characteristics had any relationship to 

(1) achievement on the National Business Entrance Stenographic Test, 

(2) the degree of job sv r cess experienced by students when evaluated by 
his employers using the Minnesota Satisfactoriness Scales, and (3) employ 
ment in stenographic and secretarial and non-related job positions. 

The study involved 300 persons who were stenographic and secre- 
tarial majors in Alabama state technical institutions and junior colleges 
One hundred ana fifty-five students f rom nineteen technical institutions 
and 145 students from thirteen junior colleges were tested in April and 
May of 1969. Of the 300 participants, sixty-five were students from 
seven predominately non-white schools. 

The 300 participants consisted of all the June and August steno- 
graphic and secretarial graduates from the Alabama state technical in- 
stitutions and junior colleges except those from six technical institu- 
tions and two junior colleges who either did not have a stenographic or 
secretarial program or did not have students graduating in those areas 
in 1969. Each student was administered The National Business Entrance 
Stenographic Test, Form 20-56, the Visual Speed and Accuracy, Form A, and 
the 16 P.F. Personality Test, Forms A and B. 

Ninety-nine employers of 123 graduates employed as stenographers 
or secretaries evaluated the performance of the graduates using the 
Minnesota Satisfactoriness Scales. 

The statistical analysis used in the study to analyze data were: 
(1) correlation, (2) analysis of variance, (3) statistical M t M , and 
(4) chi square. 

The most significant findings of the study were as follows: 

1. Of the 249 graduates who returned questionnaire, 143 (57 per 
cent) were employed in stenographic, secretarial or related positions. 
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2. Students who scored significantly higher on factor B+ of the 
16 P.F. (more intelligent) received significantly higher job success 
scores . 



3. Students who scored significantly higher on factor C+ of the 
16 P.F. (emotionally stable) received significantly higher job success 
scores . 



4. Students who scored significantly higher of factor 1+ of the 

16 P.F. (tender-minded) received significantly higher job success scores. 

5. Students who scored significantly higher on factor H- of the 
16 P.F, (shy) received significantly higher job success scores. 

6. Students who scored significantly higher on the National 
Business Entraice Stenographic Test received significantly higher job 
success scores. 



7. The most significant personality factor for predicting job 
success was shyness. 

8. The second most significant personality factor for predicting 
job success was lender-mindedness . 

9. Students from predominately white schools scored signifi- 
cantly lower on the National Business Entrance Stenographic Test than 
these students who graduated from a predominately non-white school. 

10. Graduates o f junior colleges received significantly higher 
job success scores than those graduating from technical schools. 



In summary, it can be concluded that the National Business Entrance 
Stenographic Test and four of the sixteen personality traits as measured 
by the 16 P.F. Personality Test are predictors of job success, when using 
the Minnesota Satisf ac.toriness Scales. 
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INTRODUCTION 



For many centuries man lias placed an emphasis on degrees of order 
and systems of measurement as they apply to his environment. However, 
it was not until the early part of the twentieth century that a degree 
of order and systems of measurement began to show themselves in the 
educational system of the United States. The first Binet intelligence 
tests were administered to school children in 1920. Standardized 
achievement tests were devised abcut the same time, exemplified by 
Buckingham's spelling tests, and Stone's arithmetic tests. ^ 

In the middle 1930 r s American businessmen began an economic 
recovery from the depression of 1929. The nature of business and the 
introduction of sophisticated office machines indicated a need for 
measuring vocational ability, consequently, business educators sugges- 
ted that reliable and valid tests be devised to ascertain the clerical 
abilities of a student prior to his placement on a particular job." 

In the 1940' s and 1950' s business educators and administrators 
became increasingly aware cf the urgent needs for finding realistic 
methods of measuring vocational competence and, if possible, pre- 
dicting job success. 

Popham, in Chapter V of the 1950 American Business Education 
Yearbook, synthesized a discussion on testing for stenographic compe- 
tence by indicating the importance of "developing criteria for measuring 
stenograph ic . competence in terms of what stenographers actually do in 
the office, not in terms of teachers’ learning standards." She con- 
cluded that: 

1. More attention be given to research about the 
nature of office dictation and office production 
standards . 

2. More attention be given to measurements of quali- 
ties comprising the "employable personality." 

3. Teachers go beyond learning standards to job 
standards in measuring stenographic competence 
and provide tests and teaching materials which 
are based as nearly as possible upon real steno- 
graphic situations. 

In 1962 a panel of consultants on vocational education was convened 
at President Kennedy's request to review past vocational education legis- 



lation and to make recommendac ions for future legislative improvement 
and redirection. The panel reported in November of the same year that a 
large portion of vocational and trade school graduates had to undergo 
additional vocational preparation or enter the workforce in an area other 
than that for which they had been prepared. The panel sought a solution 
which would ensure that vocational education would be more adaptive than 
it had been in the past to the economy’s requirement for prepared man- 
power. In its fina 1 report, the panel stressed that "education for 
occupational competency be carefully correlated with the possibility for 
employment . Che recommendations of the panel were eventually incor- 
porated into the Vocational Education Act of 1963, signed into law by 
President Lyndon B. Johnson on December 18, 1963. 



It was difficult for legislators to remain complacent when in 
March, 1963 — a time of affluence — more than three-quarters of a million 
men and women between the ages of 16 and 19 were unable to find employ- 
ment . ^ 



Between 1962 and 1965, the net annual increase in the labor force 
averaged about three-quarters of a million persons a year. While the 
annual increase was expected to remain fairly constant, the number of 
persons available for work was expected to reach l.A million a year by 
1970. Obviously the relationship Between the annual increase in the 
labor force and the number of persons annually available for work effects 
the ratio of unemployment. For most of these prospective workers the 
quality of their preparation for the new and expanding areas of employ- 
ment would mean the difference between work and unemployment . ^ 



The degree of success that vocational education institutions have 
in preparing young men and women for industry will depend, to a con- 
siderable extent, upon how realistic vocational educators are in the 
evaluation of their programs and students. Businessmen and educators 
must agree on standards of performance and excellence if they are going 
to eliminate additional vocational preparation and unqualified opera- 
tives . 



Vocational educators must keep abreast of changes in technology 
and employment standards in order that changes in curriculum and indi- 
vidual course content can be adjusted to meet job specifications. If 
vocational educators meet the challenges of evaluation and change, then — 
and only then--will the> be able to return the gauntlet to the critics 
who charge that vocational schools are geared "to teaching the archaic 
skills of the 1930's rather than the realist:^ skills of the 1960 , s. M ^ 



The^ Problem 

There are no proficiency requirements or standards of achievement 
prescribed for s tenographic and secretarial graduates of state technical 
schools and junior colleges. Proficiency goals are sot by individual 
instructors and may or may not be consistent with expectations of 
employers . 
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With the absence of unified si and: mis , .*r ,ie predictive rr. ensure- 
ment of employability, the probability exist ed trial w ay si. one graphic - kd 
secretarial graduates from technical i ns l i t ut i o; ; .-.mi junior colleges? 
h i ve at:.,;upt i d to enter the work f o i ._e possess I n • I-jss than minimal pra- 
fi - j nc; requirement . F\ : J e 't is emmeiv, . . ] » L ...v some of those shr 
denti: ha :e found employment in the aiea in i-diirh they wro prepared, it 
is al » unlikely that they will be- able to i. ha »e er.. plovers or seek 
advancement without additional vocational pi^paj u ion. In short, imhis- 
Liy and business educators have attempted to c.- UiMish realistic mini. no 
standards for entry into the work force, and Ter . om-'t. ion without addi- 
tional vocational preparation. dtenograv ic arid . cc retari al. prepared i vn 
for employability must therefore be designed to irn ■ - • 1 realistic national 
standards rather than the standards of an in-.i vidn.i i toirher, cor p mi; , 
or community. 



I 1 u rpo ses of the St u dy 

The primary purpose of this study was to :ei ermine it success on 
the Visual Speed and Accuracy Test, Form A, aohuv'emunl on the Naticnr.l 
business Entrance Stenographic ‘I’esl, Form 20-56, and certain personality 
traits as measured by the 16 F.F. Personality Test, Forms A and w.-re 
predictive measures of job success when the employee was evaluated hv tiie 
employer using the Minnesota Satisfactoriness Scales as a method of 
measuring job performance. 

Related purposes of the study were to determine if there was any 
significant congruency or relationship between age, the amount of sorer. - 
dary school shorthand and typewriting instruction, length of Lb«. post, 
secondary school business program, graduation from a technical 1 er 

junior college, and graduation from a predominately white or a ?'*■?-• 
dominately non- white institution and (!) achievement on the Nat'oi*! 
business Entrance Stenographic Test, (2) the degree of job snee w w;- 
perienced by a student when ht; was evaluated by the employer ic im; i U- 
Minnesota Satisf actor iness Scales as a method of measuring job parfe 1 *-- 
mance, and (3) employment In stenographic and secretarial am! n-lyv non ■ 
related positions. 

It was not anticipated that the findings of the investigation 
would reveal a need f e r changing minimum stenographic or su r »■: oi hr 
standards. It was hoped, however, that certain variables ii the st r:V 
would prove to be predictive measures of job success and conic 1 thus ! e 
used with the concept of minimum standards in establishing meaning In’ 
stenographic and secretarial curricula. 
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Scope 



This study involved the 1969 stenographic and secretarial 
graduates of the Alabama stati technical institutions and junior colleges. 
There were one hundred and fifty-five students troin nineteen technical 
institutions and one hundred an^ forty-five students from thirteen junior 
colleges who participated in the investigation (Figure 1). Six technical 
institutions and two junior colleges did not participate in the study 
because they did not have any students graduating in stenographic or 
secretarial programs in 1969. 

The study was concerned only with the isolation and relationship 
of personal characteristics of the students and the effect these 
characteristics may have on job success in stenographic and secretarial 
positions . 

The approach to this investigation was basically ex post facte. 
Kerlinger stated that: 

Ex post facto research may be defined as that 
research in which the independent variable or 
variables have already occurred and in which the 
research starts with the observation of a depen- 
dent variable or variables. ? 

An investigation involving i student u fo 1 low- up” criterion normally 
utilizes an ex pos t facto research design since the research was 
attempting to arrive at some measure of impact of th 2 treatment on the 
subsequent behavior or status of tin* students.® 

It wai not the purpose of this study to examine individual 
differences of students, but conversely, to examine commonalities of 
characteristics in relation to successful performance on the job. 

It was recognized that research in an area dealing with the per- 
sonal characteristics of students could be extremely complex and that 
certain uncontrolled variables could affect the results of the investi- 
gation. Any generalizations or conclusions de. ived from the findings of 
this study should therefore be weighed with this limitation in mind# 



Hypotheses 

Hypotheses for the invest 1 gut I^n va-iv: 
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Hol--There will be no significant relationship at the .05 
level of probability between job s access and achieve- 
ment score on the National Business Entrance Stenographic 
Test . 



Ho2--Tlu?re will be no significant relationship at the .05 level 
of probability oetween graduation from a technical insti- 
tution or a junior college and achievement score on t he 
National Business Entrance Stenographic Test. 

Ho3 — There will be no significant relationship at the .05 
level of probability between achievement score on the 
National Business Entrance Stenographic Test and graduation 
from a predominately white or a predominately non-white 
institution. 

Ho4 — There will be no significant relationship at the .05 level 
of probability between job success and achievement score 
on the Visual Speed and Accuracy Test. 

Ho 5 — There will be no significant relationship at the .05 level 
of probability between job success and the age of the 
graduates . 

Ho6 — There will be no significant relationship at the .05 1- vel 
of probability between job success and the amount of short- 
hand instruction a student received in secondary school. 

Ilo7 — There will be no significant relationship at the .05 level 
of probability between job success and the amount of type- 
writing instruction a student received in secondary school. 

Ho8 — There will be no significant relationship at the *05 level 
of probability between job success and the length of the 
post secondary school business program completed by the 
student. 

Ho9- -There will be no significant relationship at the .05 level of 
probability between job success and graduation from a 
technical institution or junior college. 

HolO — There will be no significant reia t ionshi p at t lie .05 level of 
probability between job success and graduation from a 
predominately white or a predominately non-white institu- 
tion. 



Holl--There will be no significant relationship at the . J5 level 
of probability between personality factor A (reserved- 
outgoing) and job success. 



Ilol 2- -The io will be no significant relationship at the .05 level 
of probability between personality factor B ( 1 <;ss iutelli- 
gen t--tnore intelligent) and job success. 

8 

V: 



ERjt 



Hol3 — There will be no significant relationship at the .05 levnl 
of probability between personality factor C (affected by 
f Q elingc--emot ionally stable) and job success. 



Hol4- -There will be no significant relationship at the .05 level 
of probability between persona] ity factor E (humble-- 
assertive) and job success. 



Hol5 — There will i>e no significant relationship at the .05 level 
of probabil 1 *^ • tween personality factor F (sober — happy- 
go-lucky) job success. 



Hol6--There will be no significant relationship at the .05 level 
of probability between personality factor G (expedient-- 
conscientious) and job success. 



Hol7 — There will be no significant relationship at the .05 level 
of probability between personality factor H (shy — venture- 
some) and job success. 



Hol8 — There will be no significant relationship at the .05 level 
of probability between personality factor I (tough-minded — 
tender-minded) and job success. 



Hol9 — There will be no significant relationship at the .05 level 
of probability between personality factor L (trusting- 
suspicious) and job success. 



Ho20 — There will be no significant relationship at the .05 level 
of probability between personality factor M (practical — 
imaginative) and job success. 



Ho21 --There will be no significant relationship at the .05 level 
of probability between personality factor N (forthright-- 
shrewd) and job success. 



Ho22--There will be no significant relationship at the .05 level 
of piobability between personality factor 0 (placid-- 
apprehensive) and job success. 



Ho23 — There will be no significant relationship at the .05 level 
of probability between personality factor (conservative- 
experimentive) and job success. 



Ho24--There will be no significant relationship at the .05 level 
of probability between personality factor Q 2 (group- 
dependent--self-suff i cient) and job success. 



Ho25--There will be no significant relationship at the .05 level 
of probability between peisonalicy factor (undisciplined 
self-conf lict — controlled) and job success. 
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Ho26 — There will be no significant relationship at the .05 level 

of probability between personality factor (relaxed — tense) 
and job success. 

Ho27 — There will be no significant difference at the .05 level of 
probability between the achievement scores on the National 
Business Entrance Stenographic Test for graduates of tech- 
nical schools and junior colleges. 

Ho28 — There will be no significant difference at the .05 level of 
probability between job success scores for graduates of 
technical schools and junior colleges. 

Hol9 — There will be no significant difference at the .05 level of 
probability between the achievement scores on the National 
Business Entrance Stenographic Test for graduates of pre- 
dominately non-white and white institutions. 

Ho30--fhere will be no significant difference at the .05 level of 
probability between job success scores for graduates of pre- 
dominately non-white and white institutions. 

Ho31--There will be no significant difference at the .05 level of 
probability in the observed frequency of employment in 
stenographic and secretarial positions and employment in 
other positions for graduates of technical schools and 
junior colleges. 

Ho32 — There will be no significant difference at the .05 level of 
prooability in the observed frequency of employment in 
stenographic and secretarial positions and employment in 
other positions for graduates of predominately non-white and 
white institutions. 



Data Collection 



One hundred and fifty-five students from nineteen technical insti- 
tutions and one hundred and forty-five students from thirteen junior 
colleges were tested in April and May of 1963. Of the three hundred 
participants, sixty-five students from seven predominately non-white 
schools participated in the investigation. The sample consisted of all 
the June and August stenographic and secretarial graduates from the Ala- 
bama state technical institutions and junior colleges except those from 
six technical institutions and two junior colleges who either did not 
have a stenographic or secretarial program or did not have students 
graduating in those areas in 1969. 



In February and March of 1969 the investigator visiud all of the 
schools participating in the study. Meetings were held with each of the 
business education department heads to explain the nature of the study and 
the testing procedures. 
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In April and May of 1969 each student who participated in the 
study was administered The National Business Entrance Stenographic Test, 
Form 20-56, the Visual Speed and Accuracy, Form A, and the 16 P.F. 
Personality Test, Forms A and B. The completed tests were returned to 
the investigator and were in turn submitted to the appropriate national 
grading offices for evaluation and scoring. 

In January of 1970 the graduates who participated in the study 
were mailed a letter in which they were asked to complete and return a 
Student Information Sheet (Appendix A). The same letter marked "second" 
or "third" request was sent to nonrespondents in February and March of 
1970. 



In April of 1970 the employers of graduates employed as steno- 
graphers or secretaries were mailed a letter and asked to evaluate the 
performance of the employee who had participated in the study, using 
the Minnesota Satisfactoriness Scales as a method of measurement 
(Appendix B) . The same letter marked "second request" was sent to non- 
respondents approximately two weeks after the first letter was mailed. 

Instruments 



The following instruments were selected for use in the study: 

(1) The Sixteen Personality Factor Questionnaire: This per- 

sonality questionnaire, originally developed by Raymond B. Cattell and 
Herbert W. Eber^ in 1949 with the latest revision in 1967, was designed 
for ages sixteen and above to measure sixteen independent and distinct 
traits which affect the total overt personality (Appendix C) . The 
development of the 16 P.F. questionnaire was based on "...factor 
analytic research showing that the separate traits or dimensions of 
personality which the test claims to measure are real, functionally 
unitary, and psychologically significant dimensions." 

To obtain a thorough analysis of the total personality, Forms A 
and B of the 16 P.F. were used. Each form contained 187 items and took 
approximately forty minutes per form to administer. 

Cattell and Eber have reported tha*~ reliability coefficients for 
Forms A and B were obtained by using the s 4 lit-half technique with 450 
young adult males. The coefficients for each of the sixteen dimensions 
of personality ranged from a low of .71 to a high of .93. 

The items in the 16 P.F. questionnaire were selected from thou- 
sands of items originally used. Final selection of the items was made 
on the basis of those items which continued to have "...significant 
validity against the factors after three successive factor analyses."^ 
The construct mean validity for form? A and B ranges from a low of .73 
to a high of .96. 

(2) The National Business Entrance Stenographic Test, Form 20-56: 
This evaluation instrument is ore of a series of six tests developed and 
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distributed by the National Business Education Association. The tests 
were designed to measure the employability of business education stu- 
dents who have completed, or nearly completed, courses in preparation 
for employment in one or more of five basic office positions* These 
positions are: bookkeeping, general office clerical (including filing), 

n ichine calculation, stenography, and typewriting. The designers of the 
tests have attempted to develop them so they would simulate actual office 
experiences . 



The editors of the National Business Entrance Tests have stated 
that the purpose of the National Business Entrance Stenographic Test is 
to "measure ability to take dictation and transcribe under office condi- 
tions.” The test consisted of nine letters dictated at 80 words a 
minute. The total time allowed for dictation, pauses, and redictation 
was twenty minutes. Sixty minutes were allowed to typewrite an original 
and one or two carbons of each letter. This required a typewriting rate 
of only about 20 words a minute. 
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If a student scores 50 or above on the stenographic test he 
receives a regular proficiency rating. This means that the student should 
be interviewed and considered for employment as a stenographer or 
secretary. A superior rating is awarded to those students who score 93 
or above on the test. The superior rating indicates that the student is 
extremely proficient and is recommended for employment as a stenographer 
j r secretary. ■ L ^ 

(3) T he Visual Speed and Accuracy Test, Tom A: This L,st was a 

five minute one hundred and fifty item test modeled after the Minnesota 
Clerical Test. 



The test was composed of various mixtures of digits, letters, and 
other familiar typewriting symbols. The person taking the test was asked 
to indicate if the number or letter sequences are the same or different. 

A1 terrnte-forni and test-retest coefficients indicate a reliability 
of .84 to .87 and a validity of .48. A table of nedian scores from 
three hundred and eleven employed secretaries who took this test offers 
a mean score of 107.0 out of a possible 150. ^ 

(4) The Minnesota Satisfactoriness Scales instrument was developed 
at the University of Minnesota by Dennis L. Gibson. 

The scale was comprised of a twenty- eight item rating question- 
naire (Appendix D) designed to assess the satisfactoriness of an indivi- 
dual as an employee. The employee is rated on each of the twenty-eight 
items as "better than,'' "about the same as," or "not as good as" his 
fellow employees. * 

All raw scores on the Minnesota Satisfactoriness scales were con- 
verted to percentile scores. "A raw score of 25 and below was con- 
sidered as unsatisfactory, 26 through 49 somewhat satisfactory, 50 through 
74 definitely satisfactory, and 75 and above as very satisfactory." 
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Reliability correlations of the General Satisfactoriness Scales 
range from .74 to .90. The general criterion for establishing validity 
of the Minnesota Satisf actormess Scales was job tenure. Among satis- 
fied workers, those who rated above the median on performance were more 
likely to continue on the job over a two-year interval than were those 
rated below the media* 



Data Analysis 



The statistical tools used in this study consisted of multi- 
variate analysis techniques: namely: (1) correlation, (2) analysis of 

variance, (3) the _t test, and (4) chi square. 

The first analytical procedure consisted of a simple inter- 
correlation matrix to show the relationship among all the independent 
and dependent variables to be considered in the study. Pearson "r's 11 
were obtained from the correlation matrix and usea to test the statis- 
tical relationship between the variables in the null hypothesis. 

The second analytical procedure consisted of an analysis of 
variance, which yielded an F ratio to test stacistical relationships of 
the variables by the method of coefficients of multiple correlation. 

Other analyses consisted of utilizing the _t test and chi square 
to provide a test for significant differences between mean scores and 
observed frequencies. 
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FINDINGS 



The study involved three hundred persons who were stenographic 
and secretarial students in Alabama state technical institutions and 
junior colleges. One hundred and fifty-five students from nineteen 
technical institutions and one hundred and forty-five students from 
thirteen junior colleges were tested in April and Hay of 1969. Of the 
three hundred participants, sixi_y-five were students from seven pre- 
dominately non-white schools. 

Of those persons who participated in the study, fifty-one partici- 
pants did not return the Student Information Sheet. One hundred and 
twenty-three participants were employed as secretaries. Fifty-three 
participants were employed in jobs other than secretarial, (Table 1) and 
seventy-three participants were unemployed. 

Table 1. Jobs Other Than Secretarial Held by Students Who Participated 
in This Study. 



Number of Job 

Students Title 



10 

7 

7 

6 

4 

3 

3 

2 

2 

2 

2 

2 

1 

1 

1 

Total 53 



Clerk Typist 
Keypunch Operator 
Bookkeeper 
Retail Clerk 
Payroll Clerk 
Receptionist 
Machine Operator 
Telephone Operator 
Bank Teller 
Retail Cashier 
Teaching Aid 
Wait) ess 

Switchboard Operator 
Shirt Folder 
Cake Wrapper 



Iii order tc reject or not reject the null hypotheses of this 
study a coefficiei. - of correlation analysis was used to determine the 
relationship that existed between two variables. Analysis of variance 
using coefficients of multiple correlation was used to determine the best 
combinations of variables for predicting job success. The t test and 
chi square weie used to test for significant differences between means 
and observed frequencies. 



Coef f ic ient Correl at ion A nal ysis 



The following ware the coefficient correlation analyses of the 
null hypotheses of the study using the Pearson product "r" to reject or 
not reject each hypothesis: 

Null Hypothesis No . 1. — There will be no significant relationship 
at the .05 level 01 probability between job success and achievement 
score on the National Business Entrance Stenographic Test. 

The coefficient of correlation "r ir of 0.177 between the achieve- 
ment score on the National Business Entrance Test and job success did 
not exceed the critical value of "r ,T ±.1946 at the .05 level of signi- 
ficance. Hence, null hypothesis No. 1 was not rejected. 

Null Hypothesis No. 2 . — There will be no significant relation- 
ship at the .05 level of probability between graduation from a technical 
institution or a junior college and achievement score on the National 
Business Entrance Stenographic Test. 

The coefficient of correlation ”r ,T of 0.062 between the achieve- 
ment score on the National Business Entrance Test and job success did 
not exceed the critical value of "r” * 1946 at the .05 level of signifi- 
cance. Hence, null hypothesis No. 2 was not rejected. 

N ull Hypothes is No. 3. — There will be no significant relationship 
at the .05 level of probability between achievement score on the 
National Business Entrance Stenographic Test and graduation from a pre- 
dominately white or a predominately non-white school. 

The coefficient of correlation ''r" of 0.198 between ue achieve- 
ment score on the National Business Entrance Test and job success did 
exceed the critical value of 1f r ,T +. 1946 at the .05 level of significance 
Hence, null hypothesis No. 3 was rejected. 

Null Hypothesis No. 4. — There will be no significant relation- 
ship at the .05 level of probability between job success and achievement 
score on the Visual Speed and Accuracy Test. 

The coefficient of correlation ‘V of 0.113 between the achieve- 
ment score on the Visual Speed and Accuracy Test and job success did not 
exceed the critical value of r M +.1946 at the .05 level of significance 
Hence, null hypothesis No. 4 was not rejected. 

Null Hypothe s is No. 5. --There will be no significant relationship 
at the .05 level of probability between job success and the age of the 
graduates . 

The coefficient of correlation ir r" of -0.073 between the age of 
the graduates and job success did not exceed the critical value of M r" 
±.1946 at the .05 level of significance. Hence, null hypothesis No. 5 
was not rejected. 
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Null Hypothesis No. 6. — There will be no significant relationship ‘ 

at the .05 level of probability between job success and the amount of 

shorthand instruction a student received in secondary school. | 

The coefficient of correlation T, r M of -0.182 between the amount 
of shorthand instruction a student received in secondary school and job \ 

success did not exceed the critical value of "r" +.1946 at the .05 level t 

of significance. Hence, null hypothesis No. 6 was not rejected. 

Null Hypothesis No. 7 . — There will be no significant relationship j 

at the .05 level of probability between job success and the amount of 
typewriting instruction a student received in secondary school. 

The coefficient of correlation ,r 4 M of “0.088 between the amount j 

of typewriting instruction a student received in secondary school and 

job success did not exceed ,T r" ± .1946 at the .05 level of significance. : 

Hence, null hypothesis No. 7 was not rejected. | 

Nul l Hypothesis No. 8 . — There will be no significant relationship 
at the .05 level of probability between job success and the length of j 

the post secondary school business program completed by the student. 

The coefficient of correlation M r" of -0.094 between the length [ 

of the post secondary school business program completed by the student j 

and job success did not exceed the critical value of u r ,r ±.1946 at the 

.05 level of significance. Hence, null hypothesis No. 8 was not rejec- » 

ted. 1 

Null Hypoth e sis No. 9 . — There will be no significant relationship 
at the ,05 level of probability between job .success and graduation from * 

a technical institution or junior college. f 

The coefficient of correlation "4" of 0.129 between graduation [ 

from a technical institution or junior college and job success did not 1 

exceed the critical value of "r" ±.1946 at the .05 level of significance. 

Hence, null hypothesis No. 9 was not rejected. j 

Null Hypothesis No. 1 0. — There will be no significant relationship 
at the .05 level of probability between job success and graduation from a 
predominately white or a predominately non-white school. J 

The coefficient of correlation n r" of 0.126 between graduation 
from a predominately white or a predominately non- white school and job j 

success did not exceed the critical value of T, r ,T +.1946 at the .05 level | 

of significance. Hence, null hypothesis No. 10 was not rejected. 

Nu ll H ypoth esis No. 11 * — There will be no significant relationship 
at the .05 level of probability between personaliy factor A (reserved-- ' 

outgoing) and job success. 

The coefficient of correlation "r" of 0.121 between personality J 

factor A and job success did not exceed the critical value of "r M ±.1946 

o 
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at the .05 level of significance. Hence, null hypothesis No. 11 was not 
rejected. 

Null Hypothesis No. 12 . — There will be no significant relationship 
at the .05 level of probability between personality factor 3 (less 
intelligent — more intelligent) and job success. 

The coefficient of correlation "r M of 0.218 between personality 
factor B (less intelligent — more intelligent) and job success did exceed 
the critical value of M r M +.1946 at the .05 level of significance. 

Hence, null hypothesis No. 12 was rejected. 

Null Hypothesis No. 13. — There will be no significant relationship 
at the .05 level of probability between personality factor C (affected by 
feelings — emotionally stable) and job success. 

The coefficient of correlation ,T r" of 0.236 between personality 
factor C (affected by feelings — emotionally stable) and jcb success did 
exceed the critical value of "4" ±.1946 at the .05 level of significance. 
Hence, null hypothesis No. 13 was rejected. 

Null Hypothes is No_^ 14. --There will be no significant relationship 
at the .05 level of probability between personality factor E (humble-- 
assertive) and job success. 

The coefficient of correlation T, r ,r of 0.007 between personality 
factor E (humble — assertive) and "job success did not exceed the critical 
value of "r" +.1946 at the .05 level of significance. Hence, null 
hypothesis No. 14 was not rejected. 

Null Hypothesis No, 15 . — There will be no significant relationship 
at the , 05 level of probabi ity between personality factor F (sober-- 
happ 7 ’*go-lucky ) and job success. 

The coefficient of correlation "r M of -0.030 between personality 
factor F (sober — happy-go-lucky ) and job success did not exceed the 
critical value of ,T r" +.1946 at the .05 level of significance. Hence, 
null hypothesis No. 15 ^as not rejected. 

Null H ypothesis No. 16. — There will be no significant relationship 
at the .05 level of probability between personality factor G (expedient-- 
conscientious) and job success. 

The coefficient of correlation M r" of 0.135 between personality 
factor G (expedient--conscient ious) and job success did not e?xceed the 
critical value of 'V +.1946 at the .05 level of significance. Hence, 
null hypothesis No. 16 was not rejected. 

N ull Hypo t hes is No. 17. --There will be no significant relationship 
at the .05 level of ptobability between personality factor H (shy — 
venturesome) and job success. 
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The coefficient of correlation M r" of -0.029 between personality 
factor H (shy — venturesome) and job success did not exceed the critical 
value of ,T r M +.1946 at the .05 level of significance. Hence, null 
hypothesis No. 17 was not rejected. 

Null Hypo thesi s No. 1 8. — There will bo no significant relationship 
at the .05 level of probability between personality factor I (tough-minded-- 
tender-minded) and job success. 

The coefficient of correlation M r M of 0.258 between personality 
factor I (tough-minded-- tende r-minded) and job success did exceed the 
critical value of n r M ±.1946 at the .05 level of significance. Hence, 
null hypothesis No. 18 was rejected. 

Null Hypothesis No. J9 . — There will be no significant relation- 
ship at the .05 level of probability between personality factor L 
(t rus t ing-— suspicious) and job success. 

The coefficient of correlation 'V f of -0.155 between personality 
factor L (trusting — suspicious) and job success did not exceed the criti- 
cal /alue of "r" ±.1946 at the .05 level of significance. Hence, null 
hypothesis No. 19 was not rejected. 

Null Hypoth esis No. 20. — There will be no significant relationship 
at the .05 level of probability between personality factor M (prnrt ical-- 
imaginative) and job success. 

The coefficient of correlation "r IT of 0.093 between personality 
factor M (practical — imaginative) and job success did not exceed the* 
critical value of "r" ±.1946 at the .05 level of significance. Hence, 
null hypothesis No. 20 was rot rejected. 

Null Hypothe sis No ,_21. --There will be no significant relationship 
at the .05 level of probability between personality factor N (forthright-- 
shrewd) and job success. 

The coefficient of correlation u r M of -0.035 between personality 
factor N (forthright — shrewd) and job success did not exceed the critical 
value of "r” ±.1946 at the .05 level of significance. Hence, null 
hypothesis No. 21 was not rejected. 

Null Hypothesis No. 22. — There will be no significant relationship 
at the .05 level of probability between personality factor 0 (placid — 
apprehensive) and job success. 

The coefficient of correlation M r M of -0.108 between personality 
factor 0 (placid--apprehens i ve) and job success did not exceed the criti- 
cal value of "r TI ±.1946 at the .05 level of significance. Hence, null 
hypothesis No. 22 was lot rejected. 

Nul l H ypot hesis No . 2 3 . — The re wi 11 be no s i gn i f i <: a . . 1 re 1 at i on s h i p 
at the .05 level of probability between personality factor Qj 
(conservative — experiment ive) and job success. 

lb 



The coefficient of or* *> ■ Tat ion "r" of -0.05 7 between personality 
factor (conservative--expe':> innntiv'O anti job saw cess did not exceed 
the critical value of ,r r" +.1V4C at the .05 lev >1 or significance. 

Hence, null hypothesis No. 23 was not rejected. 

Nul 1 Hypothesis No. 24. --There will be; no significant relationship 
at the .05 level of probability between personality factor Q 2 (group- 
dependent--self-suf f icier :) and job success. 

The coefficient of correlation M r n of 0.01C between personality 
factor Q 2 (group-dependent-- self-suf fi cient ) and job success did not 
exceed the critical value of "r M ±. 1946 at the .05 level of c ignif icance . 
Hence, null hypothesis No. 24 vas not rejected. 

Null Hypothes i s No. 25 . — There will be no significant relationship 
at the .05 level of probability between personality factor 
(undisciplined self-conflict — controlled) and job success. 

The coefficient of correlation "r M of 0.113 between personality 
factor (undisciplined sel f-conflict— control! ed) and job success did 
not exceed the critical value of n r :< i.19 46 at the .05 level of signifi- 
cance. Hence, null hypothesis No. 25 was not rejected. 

Null Hypothes is No. 26 . --There will be no significant relationship 
at the .05 level of probability between personality factor Q 4 (relaxed — 
tense) and job success. 

The coefficient of correlation M r M of -0.092 between personality 
factor (relaxed — tense) and job success did not exceed the critical 
value of n r ,f ±.1946 at the .05 level of significance. Hence, null 
hypothesis No. 26 was not rejected. 

Analyses q_f Variance 

The second statistical analysis used was analvsis of variance 
which yielded an F ratio to test the statistical relationships of the 
variables by the method of coefficients of multiple correlation. 

The data illustrating the multiple correlations among the sixteen 
personality factors when compare u with job success are presented in Table 
2. The correlations are arranged in the table in descending order with 
the most significant of the personality fa<lo;s placed first, The most 
significant single personality factor for predicting job success when 
considering all sixteen factors was factor H (shy — venturesome). The* 
factor H appears first in the table with a multiple correlation of 
-6.4511. The next most significant factor was factor I (tough minded-- 
tender minded) with a multiple correlation of 4.0640. Both factors It 
and I exceeded the critical value of V ±1.94 (df 1/98) at .05 level of 
significance. The multiple correlation of all sixteen factors as a pre- 
dictive measure of job success was i.524. The multiple correlation for 
all sixteen factors did net exceed the critical value of ±.177 (df 16/83) 
at .05 level of significance. 
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Table 2. Coefficients of Multiple Correlation Between the 16 P.F. 
Analysis Questionnaire factors aid Job Success. 



Variable 
Nun: be r 


Most 

Significant 

Variable 


F 




df 


1 


H 


*-6 , A 51 1 




1/98 


2 


I 


* A. 06 AO 




1/98 


3 


C 


3. 7407 




1/98 


4 


q 2 


-3.1828 




1/98 


5 


B 


1.9116 




1/98 


6 


E 


1.1 302 




1/98 


7 


M 


1. 12A6 




1/98 


8 


A 


0.6802 




1/98 


9 


G 


-0.6132 




1/98 


10 


V 


-0.5AA5 




1 /98 


11 


0 


-0. 3676 




1/98 


12 


N 


-0. 3332 




1/98 


13 




0.2007 




1/98 


14 


Q* 


0.0399 




1/98 


15 


L 


-0.0036 




1/98 


16 


Qi 


-<>. 0021 




1 /9H 




All 

Factors 


1 . 5 2 A 4 




16/81 



* Significant at .05 level. 

The data illustrating the mulLiple correlations amnng the sou - 
the National Business Knt ranee Stenographic Jest, the scon* on the 
Visual Speed and Accuracy Test, age, arouiit of second lry business p 
grain, and graduation fro;, a terhnisal school or junior mil. go when 
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compared with job success are presented in Table 3. The. correlations 
were arranged in this table in descending order, with the most signi- 
ficant of the variables placed first. The most significant variable 
for predicting job success wh n considering all seven variables was 
variable No. 1. score on the National Business Stenographic Test, with 
a multiple correlation of 4.9850 which exceeded the critical value of 
F ±3.94 (df 1/98} at the . ^5 level of significance. The multiple 
correlation of all seven variables was 2.1547 which exceeded the cri- 
tical value of ±2.30 (df 7/92) at .05 level of significance. 

Table 3. Coefficients of Multiple Correlation Between the Score on 
the National Business Entrance Stenographic Test and 
Variables as Indicated. 



Variable 

Number 


Variable 

Identification 


F 


df 


1 


Score on National Business 
Entrance Test 


*4.9850 


1/98 


2 


Amount of Secondary School 
Shorthand 


*4.3682 


1/98 


3 


Graduation from a Junior 
College 


3.1069 


1/98 


4 


Length of Post Secondary 
Business Program 


-2.1971 


1/98 


5 


Amount of Secondary School 
Typewriting 


-0.2895 


1/98 


6 


Age 


-0.1333 


1/98 


7 


Score Visual Speed and 
Accuracy Test 


0. 002 7 


1/98 




All Variables 


*2.1547 


7/92 



*Signif leant at .05 level. 

Statistic al " t" 

The statistical M t n was vised to reject or not reject oth< r hypo- 
theses. 

The statistical M t" for the selected population and sample means 
of the several factors (Tabic 4) revealed no significant difference. 
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Null hypot hesis N o, 27. — There will be no significant difference 
at the . 05~level of probability between achievement on the National 
Business Entrance Stenographic Test for graduates of technical schools 
and junior colleges. 

The statistical "t ,: between the mean scores of the two groups 
did not exceed the critical value of 1.960 at the ,05 level of signifi- 
cance. Hence, null hypothesis No. 27 was not rejected. 

Table 4. Mean Scores of National Business Entrance Stenographic Test, 
Vieual Speed and Accuracy Test, and Selected Portions of the 
Population. 



Number 

of 

Students 


Factor 


X 

1 

NBET 




X 

VS A 2 


300 


Population 


30.0 




96.0 


123 


Employed as Secretaries 


32.7 




96.4 


126 


Not Employed as 
Secretaries 


29,6 




97.5 


51 


Did Not Return Student 
Information Sheet 


29. S 




95.1 


53 


Employed - Net as A 
Secretary 


31.3 




99.0 


73 


Unemployed 


30.6 




96. 7 



^NBET - National Business Entrance * 

2 

VS A - Visual Speed and Accuracy it 

Nul l Hypothesis No. 23. - -There will be no significant difference 
at the ,05 level of probability between job success for graduates of 
technical schools and junior colleges. 

The statistical "t" between th* mean job success scores of the 
two groups (Table 5) did exceed the critical value of 1.960 at the .05 
level cf significance. Hence, null hypothes*^ No. 28 was rejected. 

Null Hyp othesis No. 29. - -There will be no significant difference 
at the .05 level of probability between achievement on the National 
Business Entrance Stenographic Test for graduates of predominately non- 
white institutions and predominately white institutions. 

o 
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The statistical 1F t M between the mean score (Table 5) of the two 
groups did exceed the critical value of 1.960 at the .05 level oi signi- 
ficance. Hence, null hypothesis No. 29 was rejected. 

Null Hypothesis No, 30. — There will be. no significant difference 
the .05 level of probability between job success for graduates of 
technical schools and junior colleges. 

The statistical "t" between the mean job success scores of the 
two groups (Table 5) did not exceed the critical value of 1.960 at the 
.05 level of significance. Hence, null hypothesis No. 30 was not rejec- 
ted 

Table 5. Mean Scores and Statistical t 1 s 11 for Group Comparison and 
Variables As Indicated. 



Group 

Comparisons 


Variables 


Mean 

Scores 


n it 


d_f _ 


Technical Institutes 


i'lBET 1 


31.02 


.84 


298 


Junior Colleges 




29.01 






Technical Institutes 


2 

JSC 


64 . 62 


*3.23 


98 


Junior Colleges 




70.08 






Predominately Non- 
White Institutions 


NBET 1 


37.08 


*2 . 92 


298 


Predominately 
white Institutions 




28.10 






Predominately Non- 
tiiite Institutions 


JSC 2 


63.38 


. 98 


98 


Predominately 
White Institutions 




67. 82 







^NBET - National Business Entrance Test 
^JSC - Job Success Score 
^Significant at .05 level 

Chi Square 

The rhi square was used with frequency da* a to reject or not 
reject hypotheses. 

Null Hypot hes is No. 31_^--There will be no signif icant difference 
at the .05 level of probability in the number of graduates employed in 
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stenographic and secretarial positions and other types of employment 
from technical schools and junior colleges. 

The chi square value between the frequencies of the two groups 
'^able 6) did not exceed the value of 3.841 at the .05 level of signi- 
ficance. Fence, null hypothesis No. 31 was not rejected. 

Table 6. Frequency and Chi Square Values for Group Comparison and 
Variables As Indicated. 



Employment 



Group 


Stenographic 


Non-S tenographi c 


*2 


df 


Comparison 


Number 


Number 






Technical Institutes 


64 


27 


.015 


1 


Junior Colleges 


59 


26 






Predominately Non- 
White Institutions 


20 


14 


2.45 


1 


Predominately 
White Institutions 


103 


39 







^Significant at .05 level 

Nu ll Hypothesis No . 32 * — There will be no significant difference 
at the .to _v.-' ~f probability in the number of graduates employed in 
stenographic and secretarial positions and other types of employment from 
predominately non-white institutions and predominately white institutions. 

The chi square value between .the frequencies of the two groups 
(Table 6) did not exceed the value of 3.841 at the .05 level of signifi- 
cance. Hence, null hypothesis No. 32 was not rejected. 
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APPENDIX A 



Student Information Sh^at 

Your name: 

Address: City : State: 

*Please check the appropriate square: 

(1) I an presently employed as a secretary. ( )YES ( ) N0 

If the answer to question //I was YES please complete the following: 

Name of employer: ______ 

Address: Cicy:_ State: _ 

Name of immediate supervisor: ______ 

If the answer to question //I was NO please check any of the following 
statements that apply to you: 

( ) Unemployed but seeking employment as a secretary. 

( ) Unemployed and not seeking employment as a secretary. 

( ) applied for but did not receive a secretarial position. 

( ) Did not apply for a secretarial position. 

( ) Presently employed but not in a secretarial position. 

*If this square is checked please indicate the name of the job you 
are performing in the space provided belcw 



(?) Please check the length of time you spent in your school secretarial 
program. 



( ) 6 mo, ( ) 9 mo. ( ) 12 mo- ( ) 18 mo. ( ) 24 mo. 

(3) If you graduated from a junior college please indicate the nature of 
your program. 

( ) 1 year certificate ( ) degree 

(4) Please indicate how much typewriting and shorthand you completed in 
high school. 

Typewriting ( ) none ( ) 1 yr. ( ) 2 yrs. 



( ) 1 yr. 
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Shorthand 



( ) none 



( ) 2 yrs , 



APPENDIX B 



MINNESOTA SATISFACTORINESS SCALES 



Employee Name 



No. 



Paled bv_ 



Date 



Please check the best answer for each question 





Be sure to answer all questions 












"■"'’pared to others in his work group, how 
r - ' : 1 does he . . . 


0) 

not 

as 

we 1 1 


(2) 

about 

the 

same 


(3) 

better 


1. 


follow company policies and practices?. . . 


c 


) 


< 


> 


( 


) 


2. 


accept the direction of his supervisor? . . 


c 


) 


c 


) 


( 


) 


3. 


follow standard work rules and pro-* 

cedures? 


c 


> 


( 


> 


( 


) 


4. 


perform tasks requiring repetitive 

movements? 


c 


> 


( 


) 


( 


) 


5 . 


accept the responsibility of his job? . . . 


c 


> 


( 


) 


( 


/ 




adapt to changes in procedures or 

methods? 


c 


> 


c 


) 


( 




7. 


respect the authority of his supervisor?. . 


( 


) 


c 


) 


( 




8. 


respect the authority of his supervisor?. . 


( 


> 


( 


) 


c 


) 


9. 


got along with his supervisors? 


( 


> 


( 


) 


( 




10. 


perform repetitive tasks? 


c 


> 


c 


) 


( 




11 . 


get along with his co- workers? . 


( 


) 


c 


> 


( 




1 2 . 


perform tasks requiring variety and charge 
in methods?. 


c 




( 


> 


( 




Comp -red to others in his work group . . . 


not 

as 

good 


about 

the 

same 


t 




1. 


] iow good is the quality of his work?. . . . 


c 


) 


c 


) 


< 




o t 


how good is the quantity of his work? . . . 


< 


) 


( 


) 


( 





— please continue on other side — 
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Please check Liu* best answer for each question 
Be sore to answer all questions 







(0 


(2) 










not 




If you could make the decision. 


would you. . . 


yes 


sure 


no 



1 . 


give him a pay raise? 




) 


( 


) 


( 


) 


2. 


transfer him to a job at a higher 


level? . . ( 


) 


( 


) 


( 


"i 


3, 


promote him to a position of more 
bility? 


responsi- 
( 


) 


c 


) 


r 


) 


Compared to others in his work group, hew 
does he . . . 


often 

1 ess 


about 

the 

same 


, . 


, rc , 


1 . 


come late for work? 




) 


< 


) 


r 


) 


2. 


become overexcited? 


< 


) 


< 


) 


( 


) 


3. 


become upsec and unhappy? 


< 


) 


( 


) 


( 


) 


4 . 


need disci pi ;■ .ry action? 


( 


) 


( 


) 


( 


) 


3. 


stay a b s e t it f r» * in v o r k V 


( 


) 


( 


) 


( 


) 


6. 


seem bothered by something?. . . . 


( 


) 


( 


) 


( 


) 


7. 


complain nbou, physical ailments?. 


( 


) 


c 


) 


( 


) 


8. 


sav ’odd 1 tilings? 


( 


) 


( 


) 


( 


) 


9, 


seem to tire easily? 


( 


) 


( 


) 


( 


) 


10. 


act as if he is not listening when 


spoken to?( 


> 


( 


) 


( 


) 


11. 


wander from subject to subject when talking? C 


) 


( 




( 


) 



Now w ill you please consider this worker with respect to his over-nil 
competence, the effectiveness with which he performs his jol . his pro- 
ficiency, his general over-all value. Take into account all tin 1 elements 
of successful job performance, such as knowledge of the job mu! functions 
performed, quantity and quality of output, relations , .. , i.th oi ,c* m people 
(subordinates, equals, superiors), ability to ye t the work ivne. intelli- 
gence, interest, response to training, and the like. In oil r ’.oris, how 
closely docs he approxinat e t he ideal, the kind of worker >'« n want more 
of? With all these factors in mind, where would vou rank i‘ -it* reiver as 
compared with tlie other people when you new have J'inc the sore ’Vrk? 

(or, if he is the only one, how docs he compare with those who hav c--ne 
the sane work in the past?) 



In the top 1/4 

In the top half but not among the top 1/4 . . . 
In the bottom half but not among the loves 1 - 1 // 
In the lowest 1/4 



Vocational Psychology Research 
University of Minnesota 
Copyright 1965 



o 

ERIC 



APPENDIX C 



PERSONALITY FACTORS MEASURED BY THE 
16 P.F. TEST FORMS A ANL B 



factors 




Schizothymia A- 
(Reserved) 

B Lower Scholastic Mental 
Capacity B- 
(Less Intelligent) 

C Lower Ego Strength C- 
(Affected by Feelings) 

E Submission E- 
(Humble) 

F Desurgency F- 
(Sober) 

it Weaker Superego Strength 
( -:pedient) 

;i Threctia H- 

v y) 

] ! T rria 1- 

( rough-minded ) 

L A I axis L- 
(T rus t ing) 

A Praxernia M- 
(P rac t ical ) 

N Artlessness N- 
(Eorthwrighc) 

0 Untroubled Adequacy 0- 
(Placid) 

0. Conservatism Q^- 
(Conservat ive) 

0 Lioup adherence C^- 

( Socially gioun dependent) 

(, j Low Integration Q^- 

(Undi c ip lined Self -Conflict) 

d Low hrs'ic Tension Q,- 
( Relaxed) 

u 



versus Aff ectothymia A+ 
(Outgoing) 

ve r s us H i ghe r Scho 1 as t i c 
Mental Capacity B+ 

(More Intelligent) 

versus Higher Ego Strength C+ 
(Mature-Calm) 

versus Dominance E+ 

(Assertive) 

versus Surgency F+ 

(Happv-Co-Lucky) 

versus Stronger Supergo Strengtl 
Gf 

(Conscientious) 

versus P..r: a H+ 

(Veiitu re some) 

versus Fj^risla 1+ 

(Tender-minded) 

versus Pretension L+ 

(Suspie ious ) 

versus Autia ML 

(Imaginat ive) 

versus Shrewdness N+ 

( Shrewd ) 

versus Guilt Proneness N+ 
(Apprehensive) 

versus Radicalism Q^+ 

(Lxpe riment ing) 

versus Sul f-suf f i ciencv O^L 
(Self-suf f ir u m ) 

wrsiw High Self-Concept iVnrml 
< - out red 1 ed) 

versus ' go l^gic Tension Od 
(louse) 
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